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Mentoring for Retention, 
Promotion, and Advancement:
An Examination of Mentoring 
Programs at ARL Institutions
ABSTRACT
Mentoring can play a key role in the career development of librarians. Formal mentoring 
programs are often available for students enrolled in graduate library and information science 
programs, for early career professionals through a variety of professional associations, and 
for librarians at the institutions in which they work. The goals of these mentoring programs 
may vary, and can range from orientation to promotion or retention and even to advancement. 
Using the 115 Association of Research Libraries (ARL) academic members as a population, 
this chapter examines the mentoring practices that may be in place at these institutions by 
closely reading and analyzing the existing mentoring documentation that was available on their 
Websites. In all, 22 ARL institutions had mentoring documentation available for analysis. The 
findings indicate that a large majority of the mentoring programs studied have defined orienta-
tion and promotion as their main objectives, while far fewer make any mention of advancement 
or leadership development as their objectives. Further research is recommended to study both 
formal and informal mentoring opportunities at ARL institutions.
Gene R. Springs
The Ohio State University, USA
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INTRODUCTION
Mentoring is a commonly accepted practice 
in the field of librarianship. Library organiza-
tions, be they individual libraries or profes-
sional associations, have myriad mentoring 
options available to aid in the orientation, 
retention, promotion, and advancement of 
librarians. Mentoring can take place in a 
variety of ways, through formal programs, 
such as traditional mentoring where a sea-
soned professional is matched with a nascent 
professional in a one-on-one dyad, or through 
structured group and peer mentoring. Addi-
tionally, a combination of formal and informal 
mentoring may also take place depending 
on the objectives and local practices for a 
given library organization. Informal mentor-
ing can also occur, where a person seeks out 
mentors from a variety of sources, including 
colleagues, administrators, or peers within or 
outside their organization (Zabel, 2008). At 
its core, mentoring provides a framework for 
both institutional best practices and knowledge 
to be passed down from a more experienced 
member (the mentor) of an organization to a 
newer one (the protégé), while also presenting 
the opportunity for career development for 
those new to an organization (Kram, 1985). 
Aside from the potential benefits inherent 
in the mentoring relationship whereby the 
mentor may experience satisfaction in aid-
ing a colleague or renewing a purpose in the 
profession, and whereby the protégé may be 
acculturated and promoted, mentoring pro-
grams can benefit the library organization 
as a whole through orientation and retention 
(Lee, 2011).
In academic libraries, formal mentoring 
programs are often geared toward new employ-
ees, intending to guide them through the tenure 
or promotion process (Murphy, 2008). This, in 
essence, is a retention strategy, ensuring that 
new librarians receive guided support to fulfill 
the requirements for tenure or promotion that 
often include: independent research, scholarly 
publications, and service to professional as-
sociations, the library in which they work, and 
to the institution of higher education which 
they serve (Wilson, Gaunt, & Tehrani, 2009). 
Since requirements for tenure or promotion 
can vary by institution, each formal mentor-
ing program can be unique and tailored to the 
practices and needs of each particular library 
organization. In addition to retention, some 
academic library organizations may leverage 
mentoring programs as tools for succession 
planning; focusing on advancement within 
the organization by fostering the development 
of leadership and management skills. This 
chapter will examine each Website of the 115 
academic institutions of the Association for 
Research Libraries (ARL), to determine if any 
information on formal mentoring programs 
can be found. If so, what are the main objec-
tives of the formal mentoring program, and 
is there any language in the objectives which 
could indicate advancement or leadership 
and management succession into the formal 
mentoring program?
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BACKGROUND
Introduction
The topic of mentoring is both prolific and 
extensively found in the research and profes-
sional literature of library and information 
science. Examples from the research litera-
ture discussed in this section will focus on 
formalized mentoring programs at academic 
libraries. These programs fall into three main 
categories: traditional mentoring, peer or 
group mentoring, and hybrid mentoring 
models that combine elements of both of the 
preceding programs. The Additional Reading 
section at the end of the chapter contains a 
number of sources on mentoring, including 
those from other disciplines such as business, 
education, and human resources; this list is 
broader and more inclusive than the focus 
of the literature in this Background section.
In preparation of discussing the literature 
in the three categories previously described, 
there are two examples from the literature 
that concern mentoring in academic librar-
ies from a more general or holistic perspec-
tive. Culpepper’s review of the literature on 
mentoring academic librarians outlines and 
defines the major concepts of mentoring 
programs, including the process, participants 
(mentees and mentors), benefits, and pitfalls 
(2000). Culpepper stresses that a successful 
mentoring relationship depends on evaluation 
and feedback, so communication between 
participants is a major factor to consider in 
supporting programs. Neyer and Yelinek 
explore intergenerational communication, 
among other mentoring experiences, in their 
survey study aimed at academic librarians in 
Pennsylvania (2011). Their findings indicated 
that respondents with a high rank status (li-
brary director, full or associate professor) were 
primarily from the Baby Boom generation, 
while librarians in positions with low rank 
were often from the NextGen or Generation 
X (Neyer & Yelinek, 2011). In traditional, 
one-on-one mentoring relationships, it is likely 
then that the mentor may be from one genera-
tion and the mentee or protégé from another. 
Members of distinct generations may have 
different views on work and communication 
styles which can be a challenge in developing 
mentoring relationships in an organization 
(Lancaster & Stillman, 2002).
Traditional Mentoring Programs
The library and information science literature 
contains numerous studies which discuss 
formal traditional mentoring programs in 
academic libraries. A targeted selection of 
these studies is contained herein. In 1999, 
the Association of Research Libraries (ARL) 
examined formal mentoring programs in place 
at their member institutions. Through a survey 
study, Wittkopf determined that twenty-one 
ARL libraries had a formal mentoring pro-
gram (1999). Libraries that indicated they 
had mentoring programs provided documen-
tation of their programs, and a sample were 
included in Wittkopf’s Mentoring Programs 
in ARL Libraries: A SPEC Kit (1999). The 
documentation provided includes policies, 
guidelines, checklists, and applications as 
appropriate (Wittkopf, 1999).
Two of the institutions included were 
further discussed in case studies that detail 
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the development, implementation, and as-
sessment of their mentoring programs: the 
University of Delaware Library and Louisi-
ana State University Libraries. Wojewodzki, 
Stein, and Richardson outline the process by 
which the University of Delaware Library 
developed and implemented its three-tiered 
formal mentoring program (1998). In order 
to meet the mentoring needs of librarians 
at various stages in their careers, different 
“levels” of formal mentoring were created: 
Level 1, short in duration, for new profes-
sionals or new librarians to the organization; 
Level 2, a career-stage level for experienced 
professionals interested in promotion to higher 
ranks; and Level 3, an advanced level for mid-
career professionals aiming to develop skills 
for administrative positions (Wojewodzki et 
al., 1998, p. 4). Their study also discusses an 
assessment of the mentoring program, with 
feedback garnered from mentor and mentee 
evaluations; informal relationships continue 
after the formal mentoring relationship has 
ended, which the authors indicate as a measure 
of success (Wojewodzki et al., 1998).
The mentoring program discussed by 
Kupyer-Rushing at Louisiana State University 
(LSU) Libraries differs from the previous 
example as its focus is to help tenure-track 
librarians achieve promotion by meeting the 
requirements for tenure (2001). The author 
describes the development process LSU 
implemented to create their mentoring pro-
gram, which included a survey to all library 
faculty designed to ascertain research and 
service interests, experiences and expectations 
of mentoring, and to identify persons with 
whom they could not work (Kupyer-Rushing, 
2001). One challenge to assessing the suc-
cess of the program included organizational 
volatility (several participants leaving LSU 
Libraries) (Kupyer-Rushing, 2001). Another 
challenge related to the stated goal of the 
program as helping mentees achieve tenure; 
there are multiple factors involved in tenure 
considerations, and it would be impossible to 
isolate the mentoring program on its own to 
determine its impact (Kupyer-Rushing, 2001).
Peer and Group Mentoring Programs
Unlike traditional mentoring, which relies 
on the one-on-one, mentor-to-protégé dyad, 
peer and group mentoring involves members 
that belong to different levels in an organiza-
tion’s hierarchy. Peer mentoring is based on a 
multiple mentoring approach, where variety 
of experience contributes to a more holistic 
understanding of the organization and one’s 
place in it (Mavrinac, 2005). This approach 
allows greater flexibility for the mentor, men-
tee, and the organization as peer mentoring 
is more inclusive. Like traditional mentoring, 
training is necessary to define outcomes and 
outline expectations (Mavrinac, 2005).
Similar to the literature on traditional 
mentoring programs, much of the relevant 
literature on peer and group mentoring is 
based on case studies of individual library 
organizations. Fyn examines the development 
and implementation of a peer mentoring group 
at Bowling Green State University (BGSU) 
Libraries. Librarians new to BGSU discussed 
common interests at an initial meeting, and 
determined the research and publication 
process of peer-reviewed journal articles, as 
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a requirement for tenure, garnered the most 
interest (Fyn, 2012). Meetings held in a semi-
nar style allowed for open-ended discussions 
on research interests; the representation from 
various library departments strengthened the 
group and allowed for greater collaboration 
(Fyn, 2012). “A peer mentoring approach 
diffused the workload and responsibilities 
related to tenure-track activities so that ten-
ured colleagues and supervisors would not be 
overburdened by mentoring several individu-
als,” (Fyn, 2012, p. 334).
Lee discusses the research committee at 
Mississippi State University (MSU) Libraries, 
which organizes workshops and programming 
to support the research process of its librarians 
(2005). Over the course of one academic year, 
topics for workshops included the editorial 
review process, an overview of research re-
sources available for use at MSU, and how to 
evaluate research articles; the meetings were 
informal and hands-on when appropriate (Lee, 
2005). The committee co-sponsored a daylong 
retreat for untenured librarians, allowing the 
participants to discuss research issues without 
their supervisors in attendance; additionally, 
several more workshop topics were generated 
by the discussion (Lee, 2005).
Similarly, concerns about research and 
scholarship drove the creation of the Junior 
Faculty Research Roundtable (JFRR), a peer 
mentoring group at the City University of New 
York (CUNY) (Cirasella & Smale, 2011). 
Because of the dispersed nature of CUNY, 
members of the JFRR communicate both in 
person at meetings and events, and online 
via an email list (Cirasella & Smale, 2011). 
Through ongoing assessment using email 
questionnaires, the group can be nimble to 
continue to meet members’ needs (Cirasella 
& Smale, 2011). One limitation to the peer 
mentoring group has been the campus- and 
college-specific requirements for tenure, a 
role that, as discussed above in the previous 
section, is addressed by the more traditional 
mentoring programs (Cirasella & Smale, 
2011). However, Cirasella and Smale note that 
the community aspect of the JFRR counteracts 
the solitary nature of writing, aids in main-
taining focus on members’ research projects, 
and provides opportunities for networking, 
learning, and collaboration (2011).
Henrich and Attebury discuss the cre-
ation and implementation of a Community 
of Practice (CoP) at the University of Idaho 
Library, whose primary function was to help 
each untenured librarian find his or her own 
path to tenure and promotion (2010). Like 
other peer mentoring models, membership in 
the CoP at University of Idaho was voluntary 
and diverse, from various library units; the 
programming involved time for discussion 
and allowed for collaborative opportunities 
(Henrich & Attebury, 2010). Assessment of 
the first year of the CoP was done through an 
informal survey; the majority of the members 
surveyed found the group to be beneficial to 
their professional development (Henrich & 
Attebury, 2010). Similar to the other mod-
els of peer mentoring mentioned above, the 
more informal nature of the group allows for 
speedy adjustments in response to feedback 
and assessment.
Lieberthal discusses peer mentoring in a 
retreat setting (2009). The junior faculty at 
Stony Brook University Libraries organize 
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a one-day retreat during which they pres-
ent on-going research and practice upcom-
ing conference presentations, participate in 
poster sessions, and end the day in a group 
discussion about the library where they can 
express their personal views in a supportive 
setting (Lieberthal, 2009). The learning and 
values developed as a group at the retreats 
“may influence the larger library organization 
and assist faculty to develop strategic goals” 
(Lieberthal, 2009, p. 38).
Hybrid Mentoring Programs
In her analysis of the human resources de-
velopment literature, Murphy argues that 
traditional mentoring relationships, on their 
own, cannot develop “tomorrow’s library 
leaders,” as library career paths continue to 
rapidly evolve (2008, p. 434). Murphy iden-
tifies developmental relationships such as 
dialogue groups, networks, mentoring circles 
to facilitate ongoing learning throughout the 
course of one’s career, similar to the peer 
mentoring groups discussed in the prior 
section: “While the traditional hierarchical 
mentoring relationship does not necessarily 
need to be abandoned, its value in concert with 
other forms of developmental relationships 
resides in its ability to expose the individual 
to a wider variety of perspectives, experi-
ence, and tacit knowledge” (2008, p. 437). 
The following case study articles focus on 
hybrid mentoring models as they evolved at 
individual institutions to meet the changing 
needs of their employees.
Ghouse and Church-Duran provide a 
history of the mentoring program at the Uni-
versity of Kansas (KU) Libraries, tracking 
its initial use of traditional mentoring rela-
tionships for the purposes of promotion and 
tenure, to its eventual inclusion of all library 
faculty and staff in a blended, hybrid mentor-
ing environment (2008). The first iteration 
of the mentoring program was based heavily 
on the model established by LSU Libraries 
(Ghouse & Church-Duran, 2008). Various 
assessments and administrative changes over 
several years provided the opportunity for the 
mentoring program to “shift from an emphasis 
on tenure and research support to an approach 
centered on fostering cultural awareness, con-
fidence, building, and other developmental 
opportunities for the mentee” (Ghouse & 
Church-Duran, 2008, p. 382). This example 
is a glimpse into how one library organiza-
tion remained flexible during a time of rapid 
organizational and administrative change, and 
modified their mentoring program to meet 
these newly identified needs.
Farmer, Stockham, and Trussell discuss 
the revitalization of a formalized mentoring 
program at Kansas State University (KSU) 
Libraries. Much like the initial mentoring 
program at KU Libraries, the primary goal at 
KSU Libraries was for promotion and tenure, 
and was achieved by matching a protégé to a 
mentor (2009). Consistencies in the quality 
of mentoring led to a revision of the goals of 
the mentoring program, and led to a focus on 
“the development of the person in all aspects 
of professional life,” not just in achieving 
promotion and tenure (Farmer et al., 2009, 
p. 10). Additionally, group mentoring was 
added for new employees, allowing them 
to communicate with each other along with 
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their assigned mentor. Assessment of the re-
designed mentoring via survey indicated that 
the more holistic approach combined with 
the group mentoring was a success (Farmer 
et al., 2009).
When librarians were granted faculty status 
at the Z. Smith Reynolds (ZSR) Library at 
Wake Forest University, a new formal mentor-
ing program was launched to offer different 
mentoring opportunities (Keener, Johnson, 
& Collins, 2012). The mentoring committee 
combined a traditional, one-on-one mentoring 
relationship with group mentoring to meet 
the diverse needs of librarians throughout 
the organization (Keener et al., 2012). Panel 
discussions led by ZSR librarians enabled 
peer-to-peer knowledge and information 
sharing; similarly, the creation of journal 
reading groups allowed those participating 
in the traditional mentoring relationships to 
read and discuss current mentoring literature 
and discuss its relation to their organizational 
development (Keener et al., 2012).
Bosch, Ramachandran, Luevano, and 
Wakiji describe the mentoring model cre-
ated and implemented by the California State 
University, Long Beach (CSULB) library, the 
Resource Team Model (RTM) (2010). In the 
RTM, a new librarian to the CSULB library is 
matched with a triad of mentors, each of whom 
has expertise in a library function; it is short-
term in nature (six months), and is intended 
to guide and support the new hire (Bosch, 
Ramachandran, Luevano, & Wkiji, 2010). The 
RTM structure with three experienced mentors 
allows for multiple perspectives to be heard 
by each mentee, which incorporates elements 
of group mentoring within a structure similar 
to traditional mentoring relationships(Bosch 
et al., 2010). The authors also note that the 
RTM model is evolving and is in need of an 
expanded assessment component (Bosch et 
al., 2010).
Mentoring and Advancement
Examples of mentoring programs that have 
advancement or managerial training as a goal 
are sparse in the literature. Aside from the 
mentoring program detailed by Wojewodzki, 
Stein, and Richardson at the University of 
Delaware Library, which included in the a 
mentoring level specifically for experienced 
librarians looking to move into administrative 
positions, none of the other mentoring pro-
grams, traditional, peer and group, or hybrid, 
had advancement as a goal (1998). Wayman, 
Walker, & Shank detail the development of 
an Administrative Leadership Development 
Program (ALDP) at Pennsylvania State Uni-
versity (PSU) Libraries (2011). While not 
part of the organization’s formal mentoring 
program, which emphasized promotion and 
tenure, the ALDP is an example of an initia-
tive developed to meet the needs of future 
library leaders; its three main components 
include mentoring, fellowship, and leadership 
development training (Wayman et al., 2011). 
The ALDP mentoring component mirrors the 
tenure-track mentoring program in pairing 
an experienced library administrator with a 
librarian in a traditional mentoring relation-
ship; goals of the program include “learning 
about administrative positions, developing 
leadership skills, becoming familiar with dif-
ferent leadership styles, building a network 
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of colleagues, and even determining whether 
an administrative is a right fit for him or her” 
(Wayman et al., 2011, p. 72). Group mentoring 
occurs in cohorts of librarians participating 
in the ALDP, so the mentoring component is 
a hybrid one.
While these are just two examples of men-
toring programs that focus on advancement 
and leadership development, it may be argued 
that libraries, and in turn their mentoring 
programs, are on their way to redesigning 
their approach in a rapidly changing environ-
ment. Munde places mentoring programs 
within the framework of succession planning 
(2000). As library directors, administrators, 
and senior librarians retire, there is likely 
to be a vacuum of ready leaders in library 
organizations (Munde, 2000). Munde calls 
for organizational mentoring which aims to 
“achieve the organization’s leadership goals 
and meet its existing and future personnel 
needs, as opposed to programs using mentor-
ing to provide staff orientation and tenure/
promotion assistance;” furthermore, “existing 
programs do nothing to prepare employees 
for career advancement to higher positions, 
interim or otherwise, or for redeployment to 
other functional positions” (2000, p. 173). It 
is with these thoughts in mind that the study 
for this chapter was developed.
FORMAL MENTORING PROGRAMS 
AT ARL INSTITUTIONS
Methodology
Member institutions of ARL represent the 
largest research libraries in North America. 
The 115 academic institutions therein com-
prise the largest academic research libraries 
in North America, and are the population of 
this study.
Two different data sets have been analyzed 
for this study. The first is a set derived from 
Wittkopf’s 1999 Mentoring Programs in ARL 
Libraries: A SPEC Kit. Though by no means 
a representative sample of the population, the 
formal mentoring program documents of 9 
academic member institutions gathered as part 
of this study provide an opportunity to analyze 
the language of these primary documents.
The second set is derived from Internet 
searches completed in September 2013. Here, 
the chapter author visited the Website of all 
115 academic ARL institutions to search and 
browse for any documentation relating to a 
mentoring program. Search terms used in 
the library Website site search included the 
following: “mentor,” “mentoring program,” 
“orientation,” and “promotion.” Any library 
resources, such as books, journals, or articles 
that appeared in the search results were not 
counted, as the focus was on internal library 
documentation. If no documentation regard-
ing mentoring programs were identified, the 
library Website was browsed under any sec-
tions titled “About Us,” “Staff Resources,” or 
“Human Resources.” When documentation 
regarding a formal mentoring program was 
found, the URL was saved and the documents 
were printed out. In all, 26 of the 115 academic 
ARL institutions were identified as having 
had mentoring content listed on its Website, 
through searching or browsing; documenta-
tion was saved, printed, and analyzed for 17 
libraries, once Web pages with broken links, 
staff-only content, and little-to-no informa-
tion were filtered out. The author decided 
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to not include the University of Minnesota’s 
Institute for Early Career Librarians in this 
analysis, as this mentoring program is part 
of a separate institute, and not a mentoring 
program for University of Minnesota library 
employees only (University of Minnesota 
Libraries, 2011).
Once mentoring documentation was se-
cured, a content analysis of each data set oc-
curred to identify language related to advance-
ment, leadership development, or managerial 
and administrative skills. Any variation of 
each of the preceding words identified in the 
documents was coded and further analyzed 
to discern any programmatic objective or 
component for mentoring for advancement. 
Other factors about the mentoring program, 
including goals, participants, and duration 
were noted for analysis as well.
The primary limitation of this study is that 
documentation for mentoring programs may 
not be publically available on the Website of 
a given ARL library. Information on mentor-
ing programs may be secured on an internal 
intranet, or even disseminated via paper format 
or internal email. Given this limitation, the 
findings of this study should not be interpreted 
as comprehensive or definitive. Instead, they 
allow the opportunity to provide an analysis 
of general practices with regard to mentoring 
in ARL academic institutions.
A secondary limitation is that there may be 
other programs, be they formal or informal, 
related to mentoring or not, for the develop-
ment of leadership or management skills that 
may lead to advancement opportunities within 
one of these libraries. For instance, the home 
institution of the author has a formal mentor-
ing program for pre-tenure library faculty that 
does not include any language on leadership, 
management, or advancement; however, all 
library faculty are able to apply for financial 
support to attend a leadership institute or 
workshop that is decided by a separate com-
mittee comprised of elected and appointed 
library faculty. While this is not a mentoring 
opportunity, per se, the institution is providing 
the opportunity elsewhere; so, any absence of 
language regarding leadership, management, 
or advancement should not imply that a library 
organization has no functional support for 
advancement.
RESULTS
ARL Mentoring Programs in 1999
In her 1999 study, Wittkopf discovered that 
21 ARL institutions had a formal mentoring 
program. She included representative docu-
mentation for nine of these libraries (see Ap-
pendix). Eight of the nine libraries considered 
support for tenure and promotion as a goal 
of the mentoring program. Two of the nine 
libraries considered orientation to the library 
a goal in addition to tenure and promotion, 
while one considered orientation to be the only 
goal for the mentoring program. With these 
goals in mind, the duration of the mentoring 
programs varied; five libraries did not specify 
duration, two stated the duration would vary 
on the type of mentoring involved, one had a 
range of six months to two years, and one, the 
program focused on orientation, was limited 
to six months.
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The mentoring programs for two of the 
libraries contained language that either 
clearly stated or implied that advancement, or 
managerial and leadership development were 
considered goals in the mentoring program. 
The University of Delaware, as described 
in the Background section above, is one of 
these two libraries. One of the three levels 
of mentoring available for librarians at the 
University of Delaware is devoted to experi-
enced librarians who want to be mentored by 
administrators in the organization for career 
advancement (Wittkopf, 1999). The other 
library, at The State University of New York 
(SUNY) at Albany, does not have a separate 
track for advancement mentoring; instead the 
language is implied in a goals of the program 
to “…help them advance in their careers” 
(Wittkopf, 1999, p. 47). While it is not clearly 
stated that advancement itself is a goal, the 
language is inclusive.
ARL Mentoring Programs in 2013
Of the 17 libraries for which mentoring pro-
gram documentation was publicly accessible 
(See Appendix), 10 of the libraries considered 
tenure and promotion, both retention activities, 
to be primary goals of the mentoring program, 
while four considered orientation, general ca-
reer support, and professional development to 
be primary goals. The three remaining libraries 
had unique mentoring programs with more 
specific objectives. For instance, University 
of California, Riverside provides a Librarian 
& Information Specialist Mentor Program for 
members of the university community who 
are interested in pursuing librarianship as a 
profession; they are matched with current 
librarians at the University for mentoring and 
advice (Ivy, 2013). Dartmouth College and the 
University of Toronto both have peer mentor-
ing programs, but with different objectives. 
Both are informal in structure; Dartmouth 
College Library’s peer mentoring program is 
for librarians who want support for instruction, 
teaching, and presenting (Dartmouth College 
Library, 2012). At the University of Toronto 
Libraries, a list of peer mentors is provided 
with their various interests; any mentor can be 
contacted and tapped as a mentor for an area 
of expertise he or she has identified (Univer-
sity of Toronto Libraries, 2013). These are 
the only examples of peer mentoring among 
the sample.
Only two libraries had mentoring programs 
that included language regarding advancement 
or managerial and leadership development. 
The first was the University of Delaware, 
which has kept its three-level approach to 
mentoring, with a dedicated mentoring op-
tion for experienced librarians aiming to 
be mentored by senior administrators (The 
University of Delaware Library Assembly 
of Professional Staff, 2009). The second 
example is not as clearly stated. The Cornell 
University Library’s mentoring program aims 
to foster professional growth, which includes 
support for employees to “think broadly about 
career paths, refine career goals, and assess 
skills” (Cornell University Library Staff Web, 
2009). This broadly written language, like 
the example from SUNY Albany in 1999, 
is inclusive, and may offer an interested 
employee the opportunity to find a mentor 
in the organization to foster advancement or 
managerial and administrative aspirations.
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SOLUTIONS AND 
RECOMMENDATIONS
While it is difficult to draw concrete conclu-
sions from the two data sets used for analysis in 
the study, due to them not being representative 
samples of the population of academic ARL 
libraries, some observations about mentoring 
programs may be useful for recognizing trends 
and developments in this area. For instance, 
providing support for attaining tenure and 
promotion remain the primary objectives of 
a majority of the mentoring programs ana-
lyzed from both 1999 and 2013. This support 
continues to be offered primarily in one-on-
one, mentor-to-protégé relationships, as only 
two libraries in the 2013 group offered peer 
mentoring programs. These two programs, 
at Dartmouth College and the University 
of Toronto, had more specific objectives, 
perhaps not unlike many of the examples of 
case studies from the literature on peer and 
group mentoring.
It is of particular interest to see that the 
University of Delaware has maintained its 
three-program approach to mentoring over the 
course of 20 years. This was the one, definitive 
example of mentoring for advancement in both 
sets of documents, and from the literature. It 
is encouraging to see language of inclusion, 
or more broadly defined objectives and goals 
for mentoring programs, as was seen in SUNY 
Albany in 1999 and Cornell University in 
2013, where mentoring for advancement could 
potentially be pursued.
FUTURE RESEARCH DIRECTIONS
Even though the literature on mentoring in 
library and information science is already con-
siderable, both in breadth and depth, there are 
a few areas for future research that can address 
some lingering questions about mentoring. 
For one, a formal update to Wittkopf’s 1999 
study of ARL mentoring programs would 
be particularly useful. If the research could 
closely adhere to the initial study, including a 
survey and a call for documentation, a more 
scientific comparison could be made between 
practices then and now.
Another potential area for further research 
would be to study peer mentoring in academic 
libraries. Though a number of case studies, 
many addressed in this chapter, have been 
published, there is a need for a more system-
atic review of their presence, and goals and 
objectives, in academic libraries.
More research is needed on the role of 
mentoring in succession planning. This 
chapter addressed one part of this research 
question, by examining current practices at 
ARL libraries, but more in-depth research 
is needed to understand this relationship in 
a more holistic manner. If libraries are not 
mentoring future leaders in their organiza-
tions, is the mentoring occurring elsewhere? 
What are the opportunities available for ex-
perienced librarians who aspire to advance in 
their organizations? These are just a sample 
of potential research questions that build and 
expand upon this current study.
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CONCLUSION
Mentoring remains an effective strategy to 
orient, develop, support, and retain librarians. 
The literature is comprised of numerous stud-
ies which point to the usefulness of mentoring, 
in whatever form that may take within indi-
vidual organizations. Traditional mentoring, 
peer mentoring, or a hybrid model of both, 
are all in current practice as demonstrated by 
the literature and this study. Objectives and 
goals must be clearly defined, both for the 
program overall and for the individuals in the 
mentoring relationship.
This study examined the current mentoring 
practices of some ARL libraries. While the 
main purpose seems to still be for retention, 
in the form of support for tenure and promo-
tion, there are examples of libraries that are 
flexible in their approach, to more holisti-
cally address professional development or 
organizational culture. The role of mentoring 
for advancement within an organization still 
remains unclear. While one library examined 
has a formal program in place, and another 
had inclusive language that may allow for this 
type of mentoring, there does not appear to 
be a move toward leveraging mentoring for 
succession planning in individual institutions. 
This is concerning, as mentoring is generally 
designed to transit institutional knowledge 
from one person to another; incorporating it 
into succession planning would be a valuable 
way for an organization to not only grow its 
own leaders, but for these new leaders to have 
personal, first-hand knowledge of how their 
predecessors approached issues unique to 
their institution.
Additional research into the relationship 
between mentoring and succession planning is 
needed, especially as libraries face economic 
and demographic changes that may have an 
impact on recruitment and hiring in the fu-
ture. Munde said it best: “literally, the next 
generation of library directors is currently 
working in the field…they should be able to 
expect mobility within the library’s structure, 
additional training, and experience outside 
their hiring positions” (2000, pp. 174-175). 
Targeted and purposeful mentoring of these 
future leaders, by their future predecessors, 
can help save an institution a most precious 
resource: time.
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KEY TERMS AND DEFINITIONS
Advancement: The process by which cur-
rent employees move up in an organizational 
hierarchy.
Mentoring: A relationship of support, 
socialization, and guidance.
Orientation: The process by which a new 
employee acculturates into an institution.
Peer Mentoring: Either a formal or in-
formal relationship between equals in a pair 
or a group.
Promotion: Passing a peer review process 
to move up a rank in one’s current position.
Retention: The process by which current 
employees remain in an organization.
Traditional Mentoring: A formal rela-
tionship between two persons, one experi-
enced and one novice.
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APPENDIX
List of Nine Institutions for which Mentoring Program Documentation was Included in Witt-
kopf’s (1999) Mentoring Programs in ARL Libraries
• Arizona State University
• Colorado State University
• University of Delaware
• Johns Hopkins University
• Indiana University
• Louisiana State University
• University of New Mexico
• State University of New York at Albany
• Ohio State University
List of 18 Institutions for which Mentoring Program Documentation was Publicly Available on 
their Websites (September 2013)
• Auburn University
• University of California, Berkeley
• University of California, Los Angeles
• University of California, Riverside
• University of California, San Diego
• Cornell University
• Dartmouth College
• University of Delaware
• University of Florida
• University of Georgia
• University of Illinois at Chicago
• Indiana University
• University of Minnesota
• Ohio State University
• Rutgers University
• University of Southern California
• Syracuse University
• University of Toronto
